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CHAPTER I 
INTRODUCTION 
Statement of the Problem 
The main purpose or the thesis was to study some of the 
underlying facts and factors concerning executive opportuni-
ties :for women in business. 
Although the fact _that women are in business to stay is 
an accepte~ precept, many argumen~s still exist as to their 
proper place, their fitness, their education, and their des-
tiny in the business world. As one reads the varying articles 
and books on the subject of women in business, such questions 
as these start rolling around in the mind: How high can women 
go in the business world? Are they making the most of exist-
ing opportunities? Do the old-fashioned prejudices still 
exist? Are women properly trained educationally and prores-
sionally? Are women unnecessarily on the derensive about 
their jobs? Are married or single women preferred in the 
business world? Do people object to taking orders from women 
bosses? Thus from preliminary readings and from discussions 
with associa~es grew the desire to investigate the answers to 
some of ~hese questions. 
Analysis of ~he Problem 
The broad aim of the thesis was broken down into the four 
divisions which follow: 
1. To investigate executive opportunities 
for women in business to find out whether these 
openings alre~dy exist or whether women must 
create their own opportunities 
2. 'fo review the businessmen's viewpoint 
about working with women executives to ascertain 
whether 
a. Men resent women' s rise in 
the business world 
b. women should receive equal 
pay and promotional chances 
c. Women develop undesirable 
character traits upon being 
given power and responsibility 
3. To determine the businesswomen's view-
point as to whether 
a. ffomen are receiving equal pay 
ana promotional opportunities 
b. Successful women executives 
deliberately planned the steps 
in their careers 
c. Definite factors contribute to 
the ract that comparatively rew 
women are top executives today 
4. To compare the basic education and work 
2 
experience of the women executives interviewed. 
Delimitation of the Froblem 
Because of such limiting factors as the possible expense 
involved and the time available, no geographic comparison was 
attempted. In other words, no effort was made to compare the 
opportunities in one city with the opportunities found in any 
other city. 
This thesis was not intended to be an exhaustive study of 
any one of the many facets of the problem but was the result 
of a sampling of some of the important factors involved. The 
types of business considered were limited by the interviews 
granted or by the names of persons which were obtainable for 
solicitation. The types of business included merchandising, 
accounting, insurance, manufacturing, manufacturing (sales), 
banking, jobbing, manufacturing and distributing of food, 
advertising, publishing, exporting and importing, utility, 
employment agencies, and a civic association. The total number 
of 36 people contacted were composed of 11 businessmen, 18 
businesswomen, and 7 employment agency officials. 
Definition of the Term 11Executive" 
By the term "executive" the writer means any person, man 
or woman, charged with administrative or managerial duties. 
The word has come to include those positions which are somewhat 
• 
minor and subordinate but which still have the management of 
people and the responsibility of carrying out company policies 1 
as part of their duties. Nowadays one frequently sees 11 junior 
executive'; applied t o such posi tiona and "senior executive ~~ 
used as a classifying term for the positions in the higher 
bracket. 
Allan B. Chalfont in his book, 11What' s Holding You Back;;l 
describes an executive and his duties in this way: 
An executive's function is to get things 
done. An executive is not necessarily a man 
to create plans. In many cases , he does not 
need t .o know how to do a job. He is a special-
ist in getting other people to do things 
adequately, accurately and punctually. • • • If'' 
in addition to being able to get others to do 
the things a man has, also, the ability to do 
the same things himself, he is an even greater 
executive. • • • He can tell whether proper 
progress is being made. He can tell whether 
methods are right or wrong. ¥urther when the 
people in his organization get into a jam, he 
is able to advise or even help them; but after-
ward he always withdraws, to resume his job as 
executive in charge. 
Although the preceding de scription of an executive uses 
only the masculine pronoun, this definition best exemplifies 
the term as it is understood and applied to both businessmen 
and businesswomen by the writer of this study. Both ;, junior'' 
and "senior" types of positions have been considered because 
both types have been encountered during the process of 
interviewing. 
l 
Chalfont, Allan B., What's Holding You Back, McGraw-Hill 
Book Company, Inc., New York, 1937, pp. 49 and 51. 
Justification ot· the Problem 
The problem is of importance to at least three classes of 
people . It is important to women because economic conditions 
are such today that many women, married or single, must wor k, 
and if they must work , they are understandably human when they 
wish to advance as far as possible in their chosen field. 
'l.'he problem is important to businessmen because the 
better they understand the businesswoman , the closer the 
cooperation can be, a fact which should make for improved 
results in the handling of the business. Not only should the 
businessman better unde rstand the businesswoman, but the 
businesswoman should better understand herself and should 
develop in such a way as to overcome the prejudices in men ' s 
and in women's minds as to the woman•s place in the business 
field. 
The problem is also important to the business educator, 
since his job is to prepare both men and women to be the 
wor kers and the leaders in the future business world. ·rhe 
potential businessman and businesswoman must be prepared not 
only in the skills of their trade but also in their mental 
attitudes and ideals which they carry with them to the job. 
·these attitudes, ideals, ana skills are important in the minds 
of the present-day leaders of business; consequently, the 
closer the educator can work with the businessman, the better 
should be the development of harmony between employer and 
5 
employee. 
Organization of the Thesis 
The remainder of the thesis has been organized into the 
following chapters. A discussion of the related reading is 
contained in Chapter II; a detailed report or the method of 
procedure may be . found in Chapter III; ana since three sepa-
rate check lists were used , the questions asked the women, 
the men, ana the employment agency officials are discussed 
in Chapters IV, V, and VI, respectively . In Chapter VII, 
which is followed by the bibliography and the appendix, are 
located the summary, the conclusions, and the recommendations . 
6 
CHAPTER II 
REVIEW OF RELATED LITERATURE 
Background reading for this study varied from books 
f'illed with excellent advice f'or the beginner in the business 
world through articles and studies defending or deploring 
women ' s place in business to write-ups about the personal suc-
cess of individual women executives. 
1 Loire Brophy justifies women's place in the business 
world by stating: 
My reeling is that women should not try to 
get jobs that obviously belong to men. But i~ a 
chart were drawn of women's jobs as they originally 
existed, we should find that two-thirds of the 
work of the world was theirs and that men have 
persistently taken that work away from them. • • • 
She (woman) likes to handle, in fact, all the 
modern methods of dealing with f ·ood, her most 
ancient of trades and professions. 'rhis is not 
a man's job. 
In this very field, this basically feminine 
field, the cry o~ 'Women, keep away!' goes up 
very strongly. Hotel men grow hysterical over 
the woman who persists in applying for the job 
of manager. e • • Promotion and advertising 
managers of ~ood products are not selected from 
women applicants, at least not often. These jobs 
are surely merely extensions of the old one of' 
tending the kitchen fire and stirring the pots 
on that fire •••• In business, women 's desired 
positions, the Jobs for which they most insistently 
apply, are those which continue woman 's ancient 
function of' picking up after men and making 
1 
Brophy, Loire, If Women Must Work, D. Appleton-Century 
Company, Incorporated-;-New York, 19~p. 119. 
f:eminine tact the cushion against whi~h masculine 
bluntness may strike harmlessly. 
Whether the reader agrees with the foregoing rationaliza-
tion is a matter of individual opinion, for it is representa-
tive of:only one point of view, but it serves as an 
introduction to the many controversial articles and books on 
the subject of women in business. 
A frank and open article written by Margaret Perry Bruten2 
states three causes of the current confusion as to woman's 
place in the business world . According to the author's state-
menta, the f ·irst cause is the psychological fact that the more 
freedom a woman possesses, the greater becomes her discontent . 
The second cause lies in the fact that the gap between the 
training for living given girls and the true life experience 
which they must meet is too great because custom and prejudice 
still bar them from many occupations and careers. 'rhe third 
cause is the fact that they are "caught up in the current of a 
social revolution so vast and so turbulent that we have the 
greatest difficulty in discerning where we are and where we 
are going. u3 The author continue s her description of the 
true role of women in society by saying: 
The question of what is true feminity, and 
hence the true role of women in society, remains 
2 
Bruten, Margare t Perry, "Present-Day Thinking on the 
Woman Question,"· The Annals or the American Academy of Political 
and Social Science; May, 1947, pp. 10-14. 
3 
Ibid, p. 10 
8 
one of violent controversy, but the trends of 
modern psychology, pschiatry, and sociology seem 
to indicate that woman has emotional as well as 
physical characteristics inherent in her nature , 
and that the race suf~ers when she is denied by 
society or by her own inhi~itions the full 
development of· her powers. 
Besides the foregoing article and many others on the 
controversial issues, some books and articles deal more 
directly with the problem at hand--e xecutive opportunities for 
women. 
One excellent book handles the problem of advancement as 
follows :5 
Experi ence has taught them {any seasoned 
business executive, any employment manager, 
personnel director, vocational counselor, or 
employment agent) that advancement in business 
comes to those who make things happen rather 
than to those who sit back and wait r ·or things 
to happen to them. • • • Business advancement 
must be planned. It doesn't just happen. 
~·arther along in the book one may read about two important 
conditione of leadership as follows :6 
Self-command and self-control are the first 
condi tiona of leadership. 'rhey are, therefore, 
among the first requisites of positions requir-
ing leadership. 
For intormation dealing specifically with the executive 
job, Loire Brophy says: 
4 
Ibid p. 14 __ , 
5Maule, Frances , Your Next Job--How to Ge t I t and Hold It, 
Funk & Wagnalls Company, New York, 1939,-p.~--
6 
Ibid, p. 158 
Many a woman has dreamed of the day when a 
resp?nsible job would be hers, a reward for long 
year~ of apprenticeship. when that day arrives, 
she often find s that the job is a hundred times 
more difficult than it looked from below. 
The truth of the ma~ter is that the execu• 
tive job is not easy to carry, for while human 
nature hates a regimented job, it is also imper-
fectly adapted to the loneliness of work where 
decikions must be made and put into operation 
withbut actual and moral support. 
[The first stumbling-block in the path of 
the fOman executive is likely to be her own 
manner. • • • It is instinctive in women to 
take J an authoritative atti~ude in an authori-
tatire job •••• Flexibility is one of the most 
impoltant 1ualities the woman executive can 
cult ivate. 
~he foregoing excerpts were chosen as typical examples or 
the type br literature dealing with woman's place in the 
business t orld and wi~h self-preparation for success. Other 
interesting, inf·ormative, and valuable articles which were 
read but bot discussed are listed in the bibliography. 
Conc~ete examples or executive positions held by women 
may be fo~d featured in the daily papers and in current 
periodicals Although these articles may not be ideal sources 
of backgrt U:d information from the poin~ or view of research, 
they do emphasize the business success actually attained by 
women. 
'fhe :Soston TravelerS carried a picture of Sophie u. 
- I 
Nel son , who is director of the John Hancock Mutual Life 
I 
7 I 
Brophy, QE• cit-, pp. 42•44 
8Th~ Boston Traveler, Vfednesday, F!'ebruary 15, 1950. 
Insurance Company's visiting nurse service. 'Ihe caption under 
the picture stated that she had been elected assistant 
secretary of the company. She thereby becomes the first woman 
officer of the company. 
An article by Virginia Bohlin9 which appeared in the same 
edition of ~Boston Traveler described the work of Miss 
Dorothy Downs, who is •;the country's only woman fire protec-
tion engineer. II • • • Miss Downs is now assistant to the 
chief engineer in the F'iremen' s Mutual Insurance Company in 
Providence, a position which she reached through self-education 
and on-the-job training. The article speaks about fire pro-
10 
tection engineering as follows: 
Fire protection engineering as a profession 
is a recent one--only 12 to 15 years, she said, 
but now many of the colleges are incorporating 
a fire engineering protection course in the 
curriculum~ 
~ach year Miss Downs lectures to the Teachers' 
College at Columbia University to the students in 
the Institute of Management, on fire protection 
and prevention. 
The foregoing cases are typical stories of women who have 
become successful in their chosen fields. To discuss all the 
cases found did not seem pertinent to this study . 
'fhe finding of definite figures and percentages as to the 
status of women executives was difficult, but some evidence of 
organization activity and interest was manifest. One inter-
viewee presented the writer with the following clipping 
9 :and 10 
Ibid, p. 23 
identified merely as coming from the Chicago Journal of 
Commerce, June 3, 1949: 
Today's typical advertising woman has 
worked more than ten years, spent s ix to ten 
years in the field, and earned between ,4,000 
and $5,000 last year and would like to earn 
more. 
Furthermore, the median woman in adver-
tising is convinced she is every bit as able 
as a man in the same busine ss, though not as 
well paid as a man in an equivalent post. In 
spite of this she thinks advertising offers a 
good chance for fair and equal treatment in 
time to come. · 
This picture of today's average advertis-
ing woman is based on 1,000 returns from a 
questionnaire sent out by the Council on Women ' s 
Advertising Clubs of the Advertising l!'ederation 
of America and Printers ' Ink magazine. 
Miss--or Mrs.-- Advertising Woman would like 
to be treated as an individual rather than a 
woman, feels her special qualities and talents 
are of value to advertising, and believes her 
fellow advertising women should concentrate on 
being individuals in order to break down the 
barriers of discrimination. 
The Educational Division of the Institute of Life 
11 
Insurance in 1947 published a booklet written by Helen M. Thal, 
which explains the dif~erent types of positions open to young 
people in the insurance field. Although the booklet is 
descriptive in scope, two cases of women who have reached the 
executive stage were featured. 
In another city we heard another story , this 
time from a charming and pretty lady. Upon the 
11 
Thal, Helen M., Careers for Youth in Life Insurance, 
Institute of Life Insurance, New York, 1947.----
1,2 
completion of her college work she secured a posi-
tion in the office o!· a .l::$oston life insurance agency 
and her work became so outstanding as to be recog-
nized by busy executives in distant cities. soon 
she was called to the home office or a life insur-
ance company. There she created a department unique 
in the business , and has now become recognized as a 
genius in organizing a spec ial phase of work in 
agency offices all over the country . Her activities 
are directed toward deve l oping new business, and her 
title names her as director or the Prospect 
Bureau . • • • 
Then t here was a lady with whom we had lunch . 
She had everything a career-minded young person 
coul d desire--chic appearance, conversational bril-
liance, and a top- notch position. ~oday she is an 
advertising executive f or a large life insurance 
company. Her career started when she ftni shed high 
school and took a job as reporter on a newspaper i n 
her home tovm. After f ·our years on the paper she 
had a chance to join the home office staff of the 
company she is still with, but her job then was to 
edit the company's house organ . Her ability and 
hard work combined to bring her to her present posi-
tion , and it didn •t take so very long either, for 
she is still a young woman .l2 
The most significant studie s r ·ound to date are those 
conducted by the Association of Bank Women in 1942, 1944 , 
and 1946. Published under the title Women in Banking, these 
surveys represent part of the activities of this very lively 
and up-to-date association. ·rhe alertness and earnestness of 
the organizati on is shown by part of the f oreword to the 1942 
ourvey: 
The study wa s authori zed and prepared in 
keeping wi th the purpose of the Association of 
Bank Women as set forth in Article II of our 
Constitution: 
12 
Ibid, p. 7 
uArticle II--Purpose 
.. 
11 Sec. 1. The purpose of the Asso-
ciation of ~ank Women is ~o bring 
together women executives engaged in 
the profession of banking ror mutual 
exchange of ideas and experiences in 
order tha~ practical benefits may be 
derived therefrom. 
11 Sec. 2. To promote the interests 
of its members and to forward ~he inter-
ests of all women in the banking profes-
sion. 
"sec. 3. To uphold the digni~y and 
integrity of women associated with or 
employed by banks •••• u 13 
To show ~he trend of· the survey, part of a page is quoted 
from ~he 1942 survey: 
A special committee was authorized F'ebruary 28, 
1942, by the Board of Directors of the Association 
of Bank Women to conduct a current survey on the 
subject of Women in Banking. The committee enlisted 
the help of members of the Association of Bank Women 
throughout the coun~ry to obtain inr·ormation on the 
foliowing points: 
13 
(a) Pre-war employment; personnel standards, 
and at~itude toward advancement of women 
in banking. 
(b) Wartime measures used to fill positions 
left vacant by men. 
(c) Are women now employed in banks being 
advanced; are A.I.B. students receiv-
ing promotions? 
(d) List pos1~1ons now being rilled by women; 
indicate any others they may be able to 
fill; and those for which they would 
probably be considered unqualified. 
women in Banki:g.s., 25th Anniversary Edition, 1946 
Supplement, 1944 Supplement, 1942 Survey, Association of Bank 
Women, p. 40 
4 
II 
(e) Are many women now employed in banks 
going into Government positions and 
wartime industries? 
The data assembled for this survey revealed that 
there were certain features which appear to be quite 
general throughout the country. Primarily, banks 
are increasing their women personnel wherever men of 
eligible age for Government service are leaving to 
take part in the war. • • • that in 1932 there were 
36,000 women employed in rhe nation ' s banks, and the 
total in 1942 was 65,000. 4 
~·rom the point of view of t.his thesis, the paragraph which 
immediately follows t.he preceding one is interesting. 'fhe 
growth in executive posit.ions can be seen by comparing the 
three surveys being quoted. 15 
Another matte r that seemed to be reported 
qui t.e generally by our A.B. W. members was the. 
f"act that. thus far in Worla. War II no positions 
of executive ability had been creat.ed particularly 
for women up to the present. writing. rn the first 
World ~ar special executive appointments were a 
noticeable ~eature of the advancement of women in 
many professions. At the present t.ime positions 
in banks seem to have been stabilized. 
However, in the 1944 Survey a list was made up from rtand 
McNally Bankers Directory, which revealed that there were then 
4,605 women holding official titles. The figures were divided 
in relation to .the regional membership list of the Association 
of Bank Women as follows: 
14 
Ibid, p. 41 
15 
Ibid, p. 41 
- 5 
'·' 
New England. • • • • • • • • • • 231 
Middle Atlantic ••••••• 577 
Lake • ................ . 1, 105 
Southern ••....•••.•••• 819 
Southwestern ••••••••.• 551 
Mid-West....... ......... 979 
Northwestern •••••••••• 153 
Western ••••••••• ·•••••• 190 
•••• Looking at the chart from another 
standpoint, some of the positions and the num-
ber of women bank officers holding these posi-
tions appear to be classified as follows: 
9 Part Owners of banks 
19 Chairmen of the Board 
10 Directors 
105 Presidents 
297 Vice Presidents and Assistant Vice Presidents 
3,542 Cashiers and Assistant Cashiers 
118 Treasurers and Assistant Treasurers 
256 Secretaries and Assistant Secretaries 
139 Trust Officers and Assistant Trust Officers 16 
An interesting comparison can be made by now turning to 
the figures compiled for the 1946 Survey. These figures we re 
taken by the Membership Committee of the Association o~ Bank 
w·omen in the early part of 1946, by a recheck of the Rand 
McNally Bankers Directory (F'inal 1945 Edition). 
A.B.W. Divisions 1945 1944 Increase 
New England ••.•.••••• 254 231 23 10.0 per cent 
Middle Atlantic •••.•• 726 577 149 25.8 
Lake •. .............. • 1, 201 1,105 96 8.7 
Southern •••.••••••••• l,029 819 210 25.6 
Southwestern •••••• e•• 626 551 75 13.6 
Mid-West •••.••••••••• l,335 979 356 36.4 
Northwestern •••.••.•• 186 153 33 21.6 
w·estern •••••••••••••• 279 190 89 46.8 
5,636 4,605 1,031 22.4 per cent 
16 
Ibid, p. 33 
_ Some women officers' names may not be included 
in these figures since: (a) occasionally women sign 
their names with initials, rather than full names , 
thus concealing their true identity; (b) the full 
list of officers in some banks is not always pub-
lished; (c) replacements , retirements, resignations, 
etc., may have caused changes in listings •••• 17 
The orficial titles represented by these 
figures cover a number of classifications, some of 
which are included in the following list: 18 
Owners or Partners ••.•••.•••••.•.••• 
Chairmen of the Board •.••••••.••••.• 
Directors .. ............ ..... ....... . 
Presidents ......................... . 
Vice Presidents •.•.••.. .• ..•••..•.•• 
Assistant Vice Presidents ••..•.•••.• 
Cashiers . .... .. ~ ...... ............. . 
Assistant Cashiers •. •. •••.......•..• 
•rreasurers . ...................... ... . 
Assistant Treasurers ••..•.•.•...•.•• 
Secretaries . ....... .... , ... ., .J ...... ~~ ••••• 
Assistant Secretaries ••••••..•..•••• 
Trust Officers .. .... .. ~ . ... ~ ....... . 
Assistant Trust Officers ••.•.•••.••• 
Managers • •••...• • ...•.•............• 
Assistant Managers ••...............• 
9 
19 
41 
117 
328 
23 
474 
3,867 
17 
102 
114 
182 
38 
126 . 
69 
33 
~he reader can readily see the increase in titles given 
and in the number of executive positions held by women in 
banking from 1942 to 1946-
Further proof of the activity or the Association of Bank 
Women may be found in 'l'ime79 under the heading of "Bank ing, u 
a wr ite-up which reported the f act t hat 1 ••• Mrs. Geor gia 
' 
Neese Clar k, 49 , the first woman Tr easurer of the u. s ., 11 
addressed 105 women in San Francisco. 'fhe members of t he 
17 
Ibid, p. 19 
18
rbid p . 22 __ , 
1 9 . II 1 19 90 ''Banking, Time, vo • LIV, No. , p. 
I·'· . 
audience were ;;delegates to the 27th annual convention of the 
Association of Bank Women, a good cross section of the 5,636 
women bank executives in the u. S." 
Summary of' the Review of .H.elated Literature 
'fhe writer has endeavored to show by the foregoing 
excerpts and quotations the variety of reading which was con-
sidered pertinent to the subject of executive opportunities 
for women today. 
Material may be found in books, current magazines, news-
papers, and company booklets, but the most detailed and 
statistical information is located in the publications of the 
Association of Bank women. 
··1R 
Chapter III 
METHOD OF PROCEDURE 
The data for this thesis were gathered and compiled 
according to the following plan: 
1. Articles, books, and theses ~ read in order to 
build .! background for this study. An article entitled "Grand 
1 Old Lady of Johnstown~~ proved to be most apropos to the prob-
lem because it told of the business career of Mrs. Charles B. 
Knox , president of Knox Gelatine. In order to test the 
interest in and response to the topic of executive opportu-
nities for women in business on the part of a woman e xecutive, 
a letter incorporating some of the questions to be asked was 
sent Mrs. Knox. A copy of the letter and of her response can 
be found in appendix A and B, respectively. 
Li sts of theses in the Boston University Library were 
read in an effort to locate related studies, but none were 
found at the time of reading the lists. 
2. The interview method !!! chosen ~ appropriate for 
obtaining data for this study. In the beginning two groups 
of people were decided upon as being logical interviewees for 
the information needed. The se groups were, first, businessmen 
who were qualified to speak authoritatively about women 
1 
Asbury, .t!;dith, uGrand Old Lady of Johnstown, u Colliers, 
January 1, 1949, p. 20 
e xe cut i ve s and, secondly, women who had reached an e xe cut i ve 
position. 
As the investigation progressed, the writer relt that a 
third group of people would provide impar~ial answers to some 
of the questions. with t.his thought in mind representatives 
or seven leading employment agencies were interviewed. 
3. se·parate interview check lists ~ compiled and 
presented to the Seminar for criticism and discussion. In 
formulating the questions, the writer made a definite e~fort 
to keep the lists short and pertinent to the aims stated at 
the beginning of the study. Copies of the questionnaires used 
are in appendices 0, D, and E. 
4. To obtain the interviews, ~ letter which explained 
the purpose of the interview and which asked for an appoint-
ment was mailed to the person selected . Each letter varied 
somewhat, depending upon the person to whom it was sent. 
Basic copies of these letters may be found in appendices it'. and 
G, but the interviews with the offlcials of the employment 
agencies were handled by telephone only. After the interviews 
had been held as scheduled, a personal note of appreciation 
was written each interviewee. 
'rhe types of business represented and the number of 
people answering the questions used are shown in the following 
table: 
C'JIO 
~
T.ABlli I 
PEOPLE CONTACTED 
Number 
t'ype of Business women Men 
Merchandising 1 1 
Accounting 1 
Insur ance 4 1 
Manufacturing 4 1 
Manutacturing-~ales 1 1 
Banking 2 
Jobber 1 
~ood (Manufacture 
and Distribution) 1 1 
Civic Association 1 
Advertisimz; 2 2 
Publishing 1 
Utility 1 
.l!:xporting and 
Importing 1 
Employment Agency 1 
TOTALS 18 11 
or· 
~mployment 
Agency 
Officials 
7 
7 
5. After the information gathered during the interviews 
had been classified, the material was organized for analysis 
and report into three chapters. The summary, conclusions, 
and recommendations were then made. 
CHAPTER IV 
ANALYSIS AND BEPORT OF THE INTERVIEWS WITH THE WOMl!:N 
Interviews were held with 18 women executives who repre-
sented the f'ield.s of merchandising, accounting, insurance, 
manu:faeturing, the selling branch of manufacturing, banking, 
jobbing, food manu:facturing and distribution, advertising, and 
a nonpartisan civic association. A copy of the questionnaire 
used may be ~ound in appendix C. 
The titles and duties of these women are listed below: 
1. Merchandising 
A. Title: Assistant to vice president in 
charge of training. 
Duties: Trains selling and nonselling 
personnel. Orientation of all 
new people. 
2. Accounting 
A. Title: 4ccountant 
Duties: Bas complete charge of real 
estate trust accounting· and 
pertinent detail, including 
receipts, billing, disburse-
ments, insurance, taxes, and 
complete financial reports. 
3. Insurance 
A. · Title: Secretary of the company 
Duties: Makes decisions as executive 
secret,ry. Signs legal docu-
ments. Does personal r ·inancial 
work for the president. 
B. Title: Assistant personnel director 
2 
Duties; Is directly respon·sible for 
one personnel a.sststant and 
cafeteria manager. Has 
supervision of training 
service for off~ce ataft. 
Handles own customers without 
the use of agents or ·broker·s. 
Has other dut~es pertaining 
to promotion, transfers, and 
administration of personnel 
problems. 
e. Title: Treasurer of the company 
Duties: Is in charge of accounting and 
books, purchases and sales of 
company investments. Has a 
voice in general company affairs. 
D. Title: Personnel manager · 
Duties: Hires and trains between 50 and 
55 office help. 
4. Manufacturing 
A. Title: Secretary to president of the 
company 
Duties: Does ·everything · in executive 
secretarial line. Has an 
assistant. for dictation and 
transcript1.on. Handles tele-
phone calls and many details 
president does n~t have · time 
to do. Handles . some of: his 
corre·spondence personally. 
B. Title: Secretary of the company and 
head of general office 
Duties: Has charge of ineoming. and 
outgoing mail and general 
administration files~ Carried 
t>ive positions· during the war. 
c. Title: Vice president of company in 
charge of exporting 
Duties: Does all jobs pertaining to her 
position of export sales 
director. 
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D. Title: Secretary or the company· 
Duties: Is responsible for correspondence 
and gene·ral oft'ice- detail.. Meets 
customers. Signs corporation 
papers and prices_ all material. 
5· Banking -
A. Title: Off'icer in charge -of women-
personnel 
Euties: Is responsible f'or -1,500 women 
in bank and ror any activities 
connected with these women. 
Has two assistants. Has charge 
and training of. employees for 
filling vacancies _. Does job 
description and job analysis. 
B. Title: Assistant office manager 
Duties: Does great deal of public 
relations work--collateral on 
loans; purchase and sale of 
securities; installment and 
vehicle loans; letters of' 
credit. Approves sales or 
Government bonds, signs cashier 
checks, etc. 
6. Jobber 
A. Title: Office manager and bookkeeper 
Duties: Handles all finances or· every 
kind, orders supplies, assigns 
work, handles all personnel 
problems, advises any member 
of the staff from office boy 
to executive vice president to 
best of ability on any ques-tion. 
7:. :Food--Manufacturing and distributing 
· A. Title: Treasure.r of company and general 
manager 
Duties: Has supervision of business and 
finances. 
8. Nonpartisan · civic association 
A. Title: Executive secretary 
Duties: Is registered· lobbyist. .l!.:dits 
monthly publicati.on which shows 
result of committee work. Is 
agent .. for League. Attends 
sessions of Legislature, etc. 
9. Advertising 
A. Title: Vice president of company 
Duties: Is account -executive. Has 
contact with advertising 
manager of account. Sits 
in all advertising meetings 
and heads group of meetings 
in regard. to account. 
B. Title: Vice president o~ company 
Duties: Is account executive han-
dling radio advertising and 
other accounts. 
10. Manufacturing (Sales) 
A. Ti.tle: Office manager 
Duties: Supervises all orrtce t;m-ctions, 
training of personnel, hiring or 
or:r1ce employees, purch$sing 
office furniture anq equipment. 
Quest1ons 4 and 5 were not included in this chapter because 
they had no bearing upon the development or this thesis • 
.Besides recording the yes-and-no answers, many or the comments 
made by the interviewees were -included in order that.. the human 
factors in back of this problem might be felt . The total num-
be-r of" pe·op~e interviewed was too small to allow just the 
r ·ormal tabulation or pure statistics, and the human ractor was 
or extreme importance in this study. 
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Questions 6, 7, and 8 concerning the . averageage, average 
salary, and marital status have been combined in the following 
table: 
Type o 
. Business 
Aeeount.i 
Insurance 
A 
B 
c 
D 
Manu. aeturing 
A 
B 
0 
D: 
Banking 
A 
B 
Jobber 
Advertising 
A 
:B 
Manuf. 
TABLE II 
GENERAL F AC'rS 
45-50 
40-45 
30-35 
30-3 
.. Over 1.6,000 
¥4,500-5,000 
.over 16,000 
-3 oo ... 4 ooo 
Unanswered 
.3,500-4,000 
. Ove-r $6,000 
4 oo... 000 
Single 
Single 
Married 
Si le 
Single 
Married 
l:)ingle 
Bin le 
Married 
Harried 
Married 
No distinct age pattern was shown in the group of people 
interviewed, nor was there any traceable conne.ct1on between 
age and success as measured by the salary le·vel . attained. 
None of the 18 women executives interviewed were receiving 
salaries under f3,500; four were in the 13,500-4,000 group; 
one was in the f4,ooo-4,500 group; three~ were in the i4,500-
5,000 group; eight were receiving over 16,000; and two pre-
:rerred not to state the salary received. The majority of those 
6 
who were in the over ¥6,000 group intimated that the amount 
received was well in excess of. f6,ooo. 
The following general facts about the education ot · the 
interviewees emerged· from' the answers to the questi-on·, :Please 
-11s'ti the schools which you attended, beginning with your high 
school training. •· 
1. One did not complete !"our years of' 
high school 
2~ One never graduated f'ormally from any 
school because her family traveled 
constantly 
3. IS.ight were high school graduates with 
additional training in business schools, 
night schools, or isolated college 
course·& 
4. Four had A. B. degrees and· business 
school t£ain1ng. Of" these :tour, one 
had earned her M. A. and . another had 
earned her .M. ~d. 
5. One had a B. B. A. degree 
6. One had a B. s. degree · 
7. Two had normal school training . plus 
business training in high school or 
in a business school 
Question: Do you f ·eel that your educational and 
professional training was adequate? 
TABLE III 
ADEQUACY OF TRAINING 
Women 
Interviewed 
llJ 
Yes 
10 
No 
No Ana •. 
7 1 
Ten or the women felt that their educational and profes-
sional training was adequate, seven were not satisfied, and 
2 
one: did not care to· state her opinion• Nine of the ten who 
said · : ; 1es ~· were college trained or had taken· college courses. 
- -The . comments accompanying this que.stion are quoted below: 
1. Liked to have had ·more training. 
Competition is keen in personnel 
t"ield now. Advisable to have all 
possible training. 
2 • .Adequate .only because ! . have not had 
the opportunity to use· all . my .. present 
training. I would be ·interested in 
pursuing :f'"urther studies i:r a goal 
could be visualized and one's e~orts 
rewa·rded accordingly. 
3. Can't have too -much education t"or a job . like mine; alwaysuse. it .. 
wonderful background.. Secretarial 
training adequate, but not. .of'the 
best--not a drawback but might have 
felt mere secure. 
4. so many new · things develop, one 
ne.ver can · keep up with job unless 
one continually takes more courses. 
5. Training adequate as tar as · it went. 
If' I had known that I would have to 
handle personnel work, I would have 
studied it more during my school days. 
6. Personally, general education f'1rst 
and then business would have been 
better. 
1. Training adequate for business. 
FUrther degree not important; intel-
ligence· and ability to analyze 
problems more important. 
8. l&verybOd.y should get education. Many 
times in later years if I had had 
better groundwork, job would not have 
been so hard. People should . take 
courses. 
9. I was bitter about the ract that I 
went to college and could not earn 
a living, but now I realize that a 
cultural background is one of the 
best gifts. 
10. Have taken personnel courses after 
college. 
11. Wish I knew more ·about taxes. 
12. One never gets enough education. 
13. ~here are always specific courses 
which one must explore as· re.sponsi-
bilities are expanded or ·increased. 
Depends on nature of" work. 
As no definite pattern or trend emerged r ·rom the next 
quest1en, "Which courses that you have studied do you believa 
contributed the most toward your advancement in the business 
world, 01 and as the answers to this question were dependent 
upon the type of' work done since school, the comments are 
merely quoted without an accompanying table: 
1. ~vening courses studied at. .tj. U.; 
personnel phase of it including 
sociology and psychology 
2. Stenography, accounting, and taxes 
3. Economics and technical training 
4. Just general education 
5. Secretarial 
6. All courses have contributed a great 
deal; also the organization work 
with which I have been connected has 
given me considerable help 
1. Off"ice work courses 
8. bombination of spending year abroad 
and technical year at Katharine Gibbs; 
~overnment at Smith 
. 9 
9. uourses in teaching procedure gave 
poise 
10. Courses at ~oston University probably 
11 .• Majored in l:!;nglish composition; 
applicable to present. work 
12. Psychology and testing; general 
educational background 
13. Accounting 
14. Safety eng~neering; testing and. 
measurements; course ·in time and 
motion study; background in indus-
try and. labor; production control 
and traffic 
15. Advantage of ~immons is that. it. is 
a career-minded school; chemistry 
of foods 
16. .l!inglish, spelling, mathematics, 
and business administration; study 
of bookkeeping, shorthand., and 
typing are fundamentally basic 
training tor any business cax-eer 
:the question ~Were you interested in club activities in 
school •• was de signed to show whether those ·women who have 
reached the executive stage in business were organization 
minded during their days in school. However, of the 18 only 
six were particularly active, and ten were not interested .. 
Two did not answer this question because of the type of school 
life they had experienced. 
The next question was a continuation or the thought 
contained in the preceding question and was intended to point 
out further the development of latent executive talent. 
30 
Question: Please cheek or tices held in these clubs: 
TABLE IV 
EXECUTIVE TALENTS SHOWN DURING SCHOOL 
. . 
Number or· 
Offices Offices Held 
. , .:Pre s.ident 3 
Vice Pre·sident 1 
Recording Secretary 3 
Correspond·ing Secretary 2 
Treasurer 1 
Chairman or a committee 3 
Member or a committee 3 
Several of the women held more than one office in a 
school organization, but the numbers are spread rather evenly 
without any predominant activity in the executive type of 
office in the school clubs. 
The next three questions were planned to show whether 
the majority or interviewees followed a long.;.range plan in 
their careers. Questions 15 and 16 were answered only if the 
response to Ques·tion· 14 was in the affirmative. These three 
questions were: 
Question: Did you plan out the steps of your 
career which led to your present 
position? 
Question: If' so, at what age did you start to 
make your plans? 
Question: Have you f'ollowed the roregoing plan 
closely? 
Thirteen interviewees answered the first question in the 
negative. One amended her negative answer by saying that she 
started her planning after college. Of the five who answered 
in the af'f"irmative, only one is an officer of the company, 
and only one is in- the salary range of over f6,000. 
TABLE V 
CHOIUK 0~ BUSIN~SS 
women 
Interviewed 
No 
Question Yes No An.s. 
Did you enter your present 
type of' business b:y choice? 10 7 1 
In spi~e of the lack of long-range planning as shown by 
the results or Question 14, ten of the women picked the type 
of business in which she is now employed.. Seven did not, and 
one could not state de~initely whether or no~ she had. 
Such diversity of terminology was f''ound whe,n trying ~o 
li_st ~he. posi tiona that these women had filled during the 
course of their careers that Question 18 proved to- be too 
unwieldy to be· analyzed or charted. For instance, several 
positions carried the same name but entirely dif.f'erent conno-
tations of' the duties involved. However, three -of the -18 
women executives started their careers in executive positions 
because their college training had :f"itted them -for the 
opportunity orr-ered. Two s~art.ed as private secretar1:es·, one 
as a teacher, and the others began working as clerks, book-
keepers, or stenographers. 
~he following question was asked in an attempt to 
determine those women executives who had created their own 
opportunities and those who had advanced according to the 
natural course of' event.s in the business world.. Subdivision 
"eli was tacitly understood as being a part of all the other 
clas-sifications but was not counted unless it appeared alone. 
TABLE VI 
AIDS TO PROGRESS 
Number· Aided by .lo!,;ach 
Method ot' 
Question Advancement 
. -~o .you .feel that your · progress 
was aided· by: 
a. 'fhe recommendation of 
friends 3 
b. changing · f'rom one com-
pany to another 4 
c. Seniority rights within 
a company 3 
d. Def'inite company 
promotional plan l 
e. Your own eff orts only 5 
f'. Combination of ways 
(without "e 11 ) 2 
Only five or t.he 18 womenfelt that their progress was 
due to their own efforts exclusively. 
The question uHave you had any specific leaaership expe-
riences which you teel have been valuable in obtaining or 
holding your present pos1 tion1~ attempted.· to find . out whether 
the potential executive characteristics ot these women· :round 
expresston . in activit.ies out.side their business life or 
whether one speeif'~ic incident was the key which unlocked the 
door to their present positions. However, 14 of' the inter-
viewees had no outs'tiandin.g experiences, two made no comment, 
one f'elt that she has always had a flair tor gett ing people to 
do things, but one said that running the:· women• a program ror 
conventions gave her her chance at her pe-rsonnel job. 
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TABLE VII 
CLUB ACfl' IVI 'fiJi;S .Ali''.C.Kti COMPLLt;'.CING . SCHOOL 
Question 
Are - you a member of' any ' 
proressional or social 
organizations? 
Members 
Yes No 
17 1 
Although most of the women were not interested in Joining 
clubs in school, business maturity brought an increased 
activity in prot'essional and social organizations with the 
emphasis upon the prof'essional type. •.ren of these clubs 
named were social and 27 professional. 
~c.~,uestion: Please check the offices- held in the 
t'oregoing organizations: 
TABLE VIII 
EXECUTIVE TALENTS DISPLAYED AFTER COMPLETING SCHOOL 
Number ot· 
Offices or·fices Held 
a. Pres.ident 8 
b. Vice President ~ 
c. Reoordin~ . Secretary 1 
d. correspond in~.. Se cretar:v 2 
e. Treasurer 1 
f.. Chairman of a committee 9 
p:,. Member o.f a committee 1 
An increase in club activities, particularly in the 
executive type of office held, can be seen by comparing these 
f"igures with the -table showing the orr·ices held during the 
school years. 
Since the writer wished to investigate the belief: that 
many men are still preJudiced against working with women 
executives, especially regarding· the equality of advancement 
and of' pay, the following two questions were· designed to 
reflect the thinking of . the 18 women interviewees. upon these 
pointe. 
'rABLE IX 
EQUALITY OF ADVANCEMENT AND OF PAY 
Opini.on's Expressed 
No 
Quest1ons Yes No Ans. 
Do you fee~ tha-t your 
advancement has l;>een 
retarded because of the 
fact that you are a wsman? 6 12 
Do you f 'eel that a man 
holding your position 
would receive a higher 
salary than you do? 10 7 1 
twelve or the 18 interviewees did not reel that they had 
been discriminated against. because of their sex; ten of the 
18 were very sure that a man handling the work would receive a 
higher salary. seven had experienced no inequality ot' salary, 
and one was very reluctant to discuss the salary question in 
any way. 
Kleven interviewees replied in the affirmative to the next 
question, "Was your present po·sition formerly held by a man, •• 
and seven in the negative. One of the seven said that her 
position did not exist until it was created ror her handling. 
Question: Do you feel that. you have advanced as far 
as possible with your present company? 
TABLE X 
PBESJ!;NT ADVANCEMENT OUTLOOK 
Type of 
Business 
Merchandi-sing 
Accounting 
Insurance 
A. 
B. 
c. 
D. 
Manufacturing 
A. 
B. 
c. 
D. 
Banking 
A. 
B. 
Jobber 
Manuf. (Food) 
Civic Assoc. 
Advertising 
A. 
B. 
Manuf. l Sales) 
TOTALS 
Yes No 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
11 7 
Comments 
Always pe-rsonal advance-
ment. Position held is 
ultimate in this com-
pany ror a woman. 
But as far as want to 
As ~ar as title is con-
cerned. Will increase 
in responsibillty. 
Eleven of the women executives interviewed were positive 
that they had advanced as -f 'ar as possible with their present. 
companies. Of these 11, six were in the over $6,000 salary 
group, and seven of the 11 were company officers. 
In answer to the question •:noes your present poai t.ion 
--
allow the use of initiative or creative ability," only one ot 
the -18 women questioned said that she held an executive posi-
tion which did not allow the use of initiative. 
r 
Since the belief' that people possessing ~rue executive 
ability do not care to handle the detailed work themselves 
is ext.ant, the f ollowing pref"erence vote was taken: 
TABLE XI 
HANDLING OF DETAILS 
Question Preference v·ote 
Do you like: 
a. Detailed work or 
b. Do you prefer to have 
someone else hanctle 
the details for you? 
9 
9 
A fifty-fifty answer was obtained to the question as to 
the preferred handling of detailed work, although a slight 
advantage was given to the pref'erence of having someone else 
take care of the details because two of the women qualified 
their choice by saying that they liked to do detailed work 
uto some extent." 
Question: !lo you fee-l that 
a. Your own eff'orts created your 
present position? 
b. The opening was already available'? 
The preceding question was evidently ambiguously . worded 
by using the two parts in one question because five of the 18 
women considered that although the opening was already avail-
able, their own efforts also created the position; theref'ore, 
they answered ~ yes" to both questions. The writer was trying 
to find out whether any of these women had the ingenuity, the 
imagination, or the push to create an executive position which 
had not been in existence before. 
Questi.on: Do you believe that there are other executive 
opportunities for women in your firm? 
TABLI!: XII 
OTHER EXECUTIVE OPPORTUNITIES 
Type of 
Business Yes No Comments 
Merchandising X Great many in retailing. uom-
ing field for women and growing 
stronger. Retailing is a 
natural job for women· 
Accounting X 
Insurance 
A. X 
B. X Types of opportunities: admin-
istrator, supervi·sor, pu:rchas-
ing agent, salary supervisor 
c. X Small company--not ror present 
and not for long -time 
D. X 
Manufacturing 
A. X Opportunities here but there 
has not been the right person 
at the right time. Our women 
have t'illed in as much as could 
B. X Firm absorbed byRa:vtheon 
c. X ·rried training an assistant. 
Man would be hired to take her 
place, although status or women 
in her company was improved by 
her entering eom·pany 
m. X 
Banking 
A. X ' 
B. X .. 
Jobber X 
Manuf. {P'ood) X Company too small 
Oivie Assoc. X Not at present; probably never. 
Mainly organ1ziu.1on or men 
Advertising 
A. X 
B. X 
llanuf. (Sales-) X 
TOT-ALS 10 8 
Ten of the 18 women believed that other executive oppor-
tunities for women are- attainable in thei.r . firms. l!:ight. relt 
that because of the predomlnanee of' men in the firm or because 
of the size of the company, other opportunities- do not exist. 
The last question asked was 11 TO what factors do you eon-
tribute the fact that. t.here are comparatively few women hold-
ing top executive posit.ions?" The salient point.s are quot.ed. 
below as they were jotted down by the interviewer: 
1. Women do not want responsibility because of 
lack of sufficient,. int.erest on their part. 
Up against two groups of' men: 
A. Those· who· are used to having women 
with them and who have respect for 
women's ability, and ir th& woman 
is not overaggressive, will give 
the position onmerit 
B. Those not used to working with 
women. If" these men feel women 
trying to push in, women lost 
2. It is a man's world. Women overconfident- -
lack or necessary education and intelligence 
to back them up. Play on man' s suscepti-
bility; should keep business and social 
life apart. 
3. Lack of" taking responsibility; lack of 
initiative; lack of flexibility 
4. Men used to having men in most executive 
positions and generally are not attuned 
to putting women in executive jobs; 
coming to it more and more 
5. women should remember not to go around tell-
ing the business wo·rld in general that they 
won't work for a woman boss. working against 
self. Girls should be willing to work 
together. Lack of' sense of wanting to take 
responsibility. Not interested in job. 
Oversensitive natures are great handicap; 
likely to take things too personally. 
• 
Domineering manner prevents them from moving 
into higher job 
6. This is due largely, I believe; to the tact 
that women, for the most part, are not good 
ror long-range planning on the part of their 
employers. '!'here is usually the pos·sibili ty 
or marriage and a family. Then, too, there 
are still many employers who do not approve 
of women for executive positions, although 
this belief is ~ast becoming a thing of the 
past. The war and immediate post-war years 
have proven that women can and do employ 
the same level-head.ea, efficient judgment 
and thinking formerly attributed only to men. 
This will tend. to dispel some of the old 
superstitions ·concerning women for top-flight 
jobs, and I believe that more of these jobs 
will be available to women in the next :rew 
years. 
7. l'rill not take responsibility. {This same 
remark was made by the next three women 
interviewed. ) 
8. Theoretically lot of changes and progre·ss made 
in last twenty years. Wonder every once in a 
while whether any progress has been made by 
women. No limit to opportunity if she handles 
herself. It is an individual battle to be 
fought by every woman who intends to stay in 
career. n:omen who have always had responsi-
bility and sense of self-discipline do not let 
getting into larger job throw them. Lack 
flexibility 
9. tl'omen in business should learn to mind own 
business. They interfere where isn't place 
to 
10. .Fact that young girls are working just to kill 
time. Limited number of married w:omen who 
want to get back into business but cannot for 
family reasons. Natural diffidence of men to 
work with women. Many women not stable enough 
11. Women accept the situation that claims them. 
"i'Y omen are tentative; comparatively rew career 
women 
12. St111 prejud.iees; men prefer working with men 
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13. Still man's world; man still looked upon as 
primary wage earner 
14. If women really wanted to do, they would do 
it. Women them-selvee somewhat to blame. 
w-omen do one of two- ·things: 
A. Compete ·with men on men's own 
terms and get themselves 
cordially hated 
E. Instead of going on and being a 
woman and having attributes which 
complement men, try to ape men or 
become office helper, mothering 
and looking after men. 
That women have definite ideas -as to why comparatively 
few women are top executives today was shown by the comments 
just reported. 
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CHAPT}:;R V 
ANALYSIS AND :B:E:POHT OF' THE INTERVIEWS WITH THE BUSINESSMEN 
Interviews were successfully arranged for and carried out. 
with 11 businessmen who represented the following types of 
business: advertising, manufacturing (food), publishing, 
manufacturing, merchandising, utilities, insurance, manu-
facturing (sales), exporting-importing, and employment. 
agencies. A copy of the check list of questions used during 
the interviews is located in appendix D. Q,uestions 1, 2, 3, 
and 4 will not be included in this chapter, since they have 
no thought bearing on the development of this thesis. 
However, the reader may be interested in the· following off'l-
cial titles which were given the interviewer: vice president 
and director, director o:f' personnel, assist.ant. treasurer, 
executive vice president, office manager-, personnel staff 
specialist, branch sales manager, president and treasurer, 
and manager. Some of the titles were duplicated~ 
As stated in Chapter IV, the addition of comments made to 
the yes-and-no answers seemed necessary to show the trend of' 
opinion and to add to the human interest of the study. The 
reader should keep in mind t.he delimitation of ~his study and 
should realize, that the sampling is too small to :rorm a basis 
for purely statistical conclusions. However, the results did 
show an interest in the problem and a reflection of the 
experiences the interviewees have had with women execu~ives. 
Question: D:o you feel that there is a place in 
business for women executives? 
TABLE XIII 
PLACE FOR WOMEN EXECUTIVES 
Type of 
Business Yes No Comments 
Advertising ... 
A. X Have two vice presidents who 
are women. 
B. X In this day and age it is a 
matter of' ability and expe-
rience regardless or sex. 
Manut. tF'ood) X 
Publishing X We have several women in 1m-
port ant positions doing excel-
lent work. 'fheir 'bi,g weak 
point is in their relations to 
women working under - them. Too 
bossy on one ·hand. And women 
resent (often) orders given by 
a woman that would not be 
resented if given by '~ a man. 
Manufacturing X If she has been thoroughly 
grounded in that particular 
line. 
Merchandising X :Particularly in department 
stores. 
Utility X 
Insurance X 
Manur. (Sales) X 
Exporting and 
Importing X In my business experience I 
have seen them- working more 
and more into executive posi-
tiona, in many cases. quite 
successfully. 
Employment 
Agency X Definitely 
'l'0'!'ALS 11 0 
The 11 businessmen were unanimous in sta~ing that 
business in general has a place for women executives, alt.hough 
several of the men qualified that statement and placed the 
responsibility tor success on the shoulde-rs or the women. 
In spite of the difficulty of' classifying positions by 
names common to all businesses, the distribution of possible 
executive positions for women in the firms represented is 
shown in the following table. 
.. 
~ues~ion: In your organization are there executive 
positions of ~he type which could be 
handled by women? 
Please check the types: 
TABLE XIV 
POSSIBLE EXECUTIVE POSITIONS 
Manager 
Supervisor 
Mministrator 
Direc·tor 
Type Of' Company Off'·icer 
Business . Yes No Others 
Advertising 
A. X X X 
B. X X Account ~xec. 
:Uanuf. (F'ood) X X X Research 
Head of pay roll 
dept. Program 
planning. Edi-
tor of house 
organ. 
Publishing X X X 
:Uanuf' ac turin_g_ X X X X 
Merchandising X X Department heads 
Utility X 
Insurance X X Methods analyist 
~ditor of house 
organ. Sales 
research. Wage 
scale act.minis-
trator. 
' 
. :· Manut:. ·(Sales) X I X X 
Exporting and I l x Importing X X X X 
Empi:oyment 
Agency X X X X X X X 
TOTALS 10 I 1 1 5 2 3 4 
Ten of the 11 interviewees telt that thelr organizations 
had posi.tions which could be filled by women. The gentleman 
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who represented the utility field, however, was discouraging. 
I n answer to the accompanying question, "Is there a 
possibility tha.t any or the :roregoing positions would ever be 
orf'ered to a woman, .. the gentlemen in the manufacturing and 
utili-ty fields were certain that a woman would not be given 
an executive opportunity in their particular companies; 
however, the other nine did believe in the possibility. 
Since the- belief that women are not given promotional 
opportunities equal to those given men is current, the rollow-
ing question was designed. to elicit a direct reply to the 
query. 
Question: Would you hesitate to promote a wom-an if 
her qualifications equaled those or a man 
being considered f'or the same posi tion'l 
(To avoid division and to r ·acilitate re·ading, the 
table relative to t his question was placed. on the· 
next page.) 
Type of 
Business 
Advertising 
A. 
B. 
Manuf. (Fo·od) 
Publishing 
Jilanuf'acturing 
Merchandising 
Utility 
Insurance 
Manu.f. (Sales} 
Exporting and 
Importing 
Employment 
Agency 
TOTALS 
TABLE XY 
PROMOTIONAL P~~EHENCE 
Yes No Comments 
X One limitation: advertising con 
tacting. There are a few places 
where men a-re better. 
X If' we are convinced a woman is 
serious about a career, there is 
no further bar. 
X 
X They would have to have superior 
qualifications to get the job. 
The feelings or other woman 
workers would be aroused. Also 
dealings· with a woman generally 
require "kid glovea11 --their 
f'eelings ~ are eloser ~ to the 
surface. 
X All other things being equal, 
the man would. ~et. preference. 
X Although some jobs conaiderecl 
as man's job onlv. 
X 
X vepends on job; some jobs would 
be embarrassing ror a woman. 
X I 
X 
X In my experience man would do 
better job because has to make 
a living. Woman might be more 
of' a risk. 
5 6 
Belief was . divided almost equally on the foregoing 
question. Some of the men expressed a hesitation about. 
equality of promotion- for the reasons that some positions 
would be embarrassing f'or women and. that the majority of' women 
are not truly career-minded enough to become permanent members 
of' the company. 
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Several of the questions pertaining to the emotional 
stability and office manners shown by women executives are 
combined in the following table: 
TAELl!: XVI 
EMOTIONAL STABILI'fY AND OF~'IU!!; MANNERS 
Opinions ~xpressed 
No 
Questions Yes No Ans. 
Do- you reel that women have the 
emotional stability to handle 
many types of executive positions? 8 0 3 
·According to your experience in 
deal i ng with women executives, 
have you ~ound that the majority 
of them have the ability to give 
directions or orders to subordi-
nates in a manner which develops 
cooperation and loyalty? 7 1 3 
Do you find that women executives 
let petty jealousies ar·~ect the 
handling o~ their subordinates 
to a greater extent than do men·? 3 7 1 
D·o you find that women executives 
are as cooperative as men toward 
company policies? 8 3 0 
In your opinion are women 
executives able to handle con-
fidential material as well as 
men executives? 11 0 0 
Do you feel ~ha~ women executives 
develop disagreeable characteris-
tics of personality, such as 
aggre s si vene s s, hardness, intol-
erance, when they assume executive 
duties? 4 6 1 
E:ight of the 11 interviewees had faith in the emotional 
stability or executive businesswomen, but three pre~erred not 
to make a definite statement because to their way of thinking 
emotional stability is entirely an individual matter, whether 
a man or a woman is involved. 
Seven of the businessmen expressed the belief' that women 
could give orders in a satisfactory way; one did no~, although 
he qualified his answer by saying that usually nothing is 
wrong with the method but that cooperation and loyalty do not 
result; and three pref'erred not to express a definite opinion. 
In answering the question concerning petty jealousies, 
one interviewee made no comment, seven replied in the 
negative, and three in the af'firmative. 
Eight of the 11 men interviewed had round women as 
cooperative toward company policies as men; three had not. 
~vidently businesswomen, at least, can keep a secret, 
for a unanimous affirmative answer was given to the question 
concerning the woman executive's ability to handle confiden-
tial material! 
Four interviewees felt t.hat execut.ive promotion 
developed disagreeable personality traits in the women 
promoted, listing as two or the causes of this character 
change the psychological reactlon of the f'emale inferiority 
complex and the feminine need for self-pro'teetion. Six f'elt 
that no disagreeable character change resulted, and one did 
not wish to commit himself. Several of the men believed that 
the question was not one of' sex but was a matter of" proper 
selection and training ot· both men and women executives. 
fhe following question was designed to trace the 
reaetion of employees as a whole to women bosses. 
Ques~ion: Do the employees of the women executives 
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Type or 
Business 
Advertising 
A. 
B. 
Manuf. (F'ood) 
Publishing 
Manufacturing 
Merchandising 
Utility 
Insurance 
you have known object to taking orders 
from women? 
TABU XVII 
OBJ.!:!;C'riON '1'0 WOMAN BOSS 
No 
Yes No Ana. Comments · 
X But average woman appar-
ently prefers working for 
men • . 
X Generally employees would 
rather have a man "boss" 
than a woman. ':Chis par~ 
ticularly applies to women 
employees. It as a small 
attitude. A woman execu-
tive has to be extraor-
dinarily able in order to 
overcome it. 
X Few cases 
X An .. I'm Just as good as 
she .. is; who does she think 
she is anyway; she got that 
Job because Mr. X and she, 
etc." attitude seems to 
arise. 
X 
X 
X 
X Personal experience--men 
better qualified than women 
Men generally better super-
visors. 
Manut. (Sales) X We normally use women to 
direct department when 
mostly women employed there 
Exporting and 
Importing X Most men and some women hav 
an inborn dislike to taking 
orders from women execu-
tives. Therefore, unusual 
amount of tact necessary. 
.!:!;mployment 
Ap;enc.v X 
·:ro·rAL::l ., 3 4 4 
• 
e 
F-eeling was divided as to whether employees objected to 
taking orders from a woman. Three of the men answered in the 
affirmative, four in the negative, and four preferred not to 
make a definite answer. The opinions expressed in. the 
comments, however, seemed to weight the answer toward the 
affirmative. 
Although all of the interviewees believed the educational 
and professional t,raining at the executive level to be 
adequate, the comments accompanying the answers to the 
·question "Have you found that women executives have proper 
educational and professional training~ were interesting. 
1. It seems to me that there are more educated 
women available than there are job openings 
tor women suitable to their education 
2. Frankly, in our business a woman has to be 
very able to get a chance at executive work, 
which means tor all practical purposes 
excellent education and special bent, backed 
by experience 
3. In many cases better than men; women have to 
have 1t 
4. Education and training better than average 
Ten of the 11 men interviewed expressed the belief that 
top- executive positions held by women should be filled by 
those advanc,ing wi t.h1n t.he company; one expressed no opinion. 
In discussing t.his quest.ion, some or t.he men gave these 
reasons for going outside or the company: 
1.. Avoidance of personali.ty problem 
2. No qualified. applicants within the -company 
3. Special talent.s needed 
0 
The next question, which was planned to show patterns o~ 
advancement within the companies, proved to be impracticable 
because the terminology applied to types of positions was o~ 
such variety that no common meeting ground was established. 
F'or instance, in one company the term •• clerk 11 meant a lowly 
record-keeping job, but in another firm the same term was 
applied to junior executive dutie-s. Similarly "supervisor .. 
and ~·head of' department" were interchangeable. Therefore, 
no attempt was made to systematize the answers to this 
question. The ~act was noted, however, that some of the 
companies had definite promotional plans worked out by the 
personnel departments. 
To cla.ssi:ry the answers to the question, "If you were 
hiring a woman for an executive position, what characteristics 
would you look for, ~· was not necessary because no character-
istics seemed peculiar to any one type or· business. 
A listing of the comments made should sufflce: 
1. Basic special training and the usual person-
ality characteristics 
2. Technical qualifications; personal qualities. 
Must be able to get along with people. Woman 
has extra job of'' selling herself'. Greater 
amount of tact, diplomacy, and pleasing 
manner needed 
3. Broad•minded, tolerant, sense of humor, lack 
of self-importance 
4. Knowledge of' the particular job. Ability 
to get along with people. Integrity and 
good common sense. Record of' loyalty. 
Reasonably good personality and appearance 
5. Proper training. Ability to subordinate 
personal feelings 
6. Personality, energy, common sense, abili~y 
to get along with people 
7. E.ducational background, personality, poise, 
abil1~y to talk, grooming 
8. On any job place equal stress on personal 
qualifications and technical quali:t1cations. 
Ability to do job not enough. Look for 
interest in type of work and look very 
closely at personal and family relationship 
to see whether would make career woman and 
whether would grow with job 
9. Experience, personality, education 
10. Intelligence, dependability, poise and 
balance, taet, capacity Tor work 
11. Tend to look for stable type of individual 
primarily interested in business 
Question: Do you believe that women executives 
should be paid as high a salary as 
would be paid a. man doing comparable 
work and having comparable qual1fi-
cat1ons·t 
TABI& XVIII 
EQUAL PAY 
Men 
Interviewed 
Answers Given 
Yes INo 
11 10 I 1 
When actually faced with the question of equal pay for 
equal work, ten of the 11 interviewees expressed the bel1e r 
that a woman should be paid as high a salary as a man doing 
comparable work and having comparable qualifications. Never-
theless, the reader may be interested to compare this result 
with the answers received to similar ques~ions asked the 
businesswomen and the officials of ~he employmen~ agencies. 
No strong preferences were discovered when the ques~ion 
regarding working with a married or a single woman executive 
was discussed; five ot the interviewees had no preference; 
four preferred single business associates; and two specified 
married women. One man expressed the general feeling by 
saying, "I t is a toss-up on permanency or employment .. •• 
One gentleman took the ~ime to summarize hi s ideas about 
women executives in this way: 
In sum, women ar e as able as men, but are out 
more often and have more family responsibilities. 
However, the chief difference is their tendency 
to, ~heir delight in, bickering among themselves, 
on religious lines, work lines, on ur want the 
window open--1 want the window shut·~ lines, 
unwillingness to compromise without bearing a 
grudge, cliques, a bringing of clothes interests , 
love interests into the business day. Excellent 
on small details; weak on broad policies . 
I 
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CHAPTER VI 
ANALYSIS AND REPORT OF THE INTERVIEWS AT THE 
EMPLOYMENT AGENCIES 
The ~ollowing pages contain the answers to the questions 
a sked during the interviews at seven employment agenc ie s . 
These agencies are not named but are designated as A, B, C, 
and s o fo r th. The check list of questions used are located in 
appendix E. 
Que stion: Do you have calls f or women to ~ill 
executive positions ? 
TABLE XIX 
CALLS FOR WOMEN EXECUTIVES 
Employment 
.Ji.g_ency Yes No Comments 
A X Ma j ority of openings within 
company 
B X 
c I X Majority of openings filled within company 
D X More calls for junior 
executives 
E X I Emphasis on junior type 
F X Both junior and senior t ype 
G X Majority are junior executive 
with possibilities of senior 
e xecutive ~romotions 
TOTALS 7 0 
All seven of the agency officials reported that they had 
calls for women to fill executive posit ions, but six of the 
seven qualified their statements by saying either that the 
The next question, which was an attempt ~o classify the 
fields or business from which ~he calls come, proved to be 
unwieldy :ror transferring to ta-ble form because of the wide 
variety of businesses in addition to those named. Prae~ 
tically all the agencies had calls in all the f'ields. 
B.owever, some of the comments made by one of' the interviewees 
who had a thorough understanding of business conditions in 
Boston were interesting. Calls in the manufacturing field 
were not very plentiful, but advertising was becoming over-
crowded and was at the moment one of the glamour fields in 
the minds of the young workers. brew calls were received 
for women executives in publishing or exporting and import-
ing. Radio was a good field, since sex does not enter too 
much into the problem, and accounting has shown improvement 
because of the war. 
Question: What types of positions are they? 
TABLE XX 
TYPES OF POSITIONS 
':l'itles of 
Positions A l3 
Executive secretary 
Assistant to dept. head 
Head or department 
Assistant manager 
Mana~er X X 
Assistant supervisor 
Supervisor X 
Buyer 
Purchasing agent 
Off'icer or the company X 
Agencies 
D D E F 
X 
X X 
X 
X 
G 
X 
X 
X 
X 
X 
X 
X 
X 
X 
X 
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Notwl thstanding the fact that a common meeting ground f ·or 
classirying posi~ions by name was practically impossible, the 
preceding table showing the distribution or some of the 
positions is interesting. Other positions which are filled 
by these agencies are for personnel directors, superintendents 
of small hospi~als, executive librarian, director of' secondary 
school, treasurer of the company, and copywriter. 
Question: Are the calls for women executives 
increasing or decreasing? 
TABLE. XXI 
INCREASE AND DECREASE OF CALLS 
J:!::mployment 
.Agenc_y I nc. 
A 
B 
0 
D 
E 
F 
G 
X 
No 
Dec. Ana. 
X 
X 
X 
X 
X 
X 
X 
Comments 
Going through a period 
of adjus~men~ 
Trend of times 
In top jobs because of 
general drop in 
business 
In calls for heads of 
clerical departments 
Although one agency off'icial preferred no~ to state 
whether call.s for women executives were increasing or decreas-
ing, ~he o~her six repor~ed a decrease in calls. One of the 
six specified tha~ the decrease in calls was taking place in 
the top jobs, but that such positions as heads of' clerical 
departments were increasing. 
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~uestions: Can you give the average minimum salary 
offered.'? 
Can you give the average maximum salary 
offered? 
TABLJ!; XXII 
AVJ!;RAG.t5 MINIMUM AND MAXIMUM SALARIES 
.l!;mployment Minimum Yearly Maximum Yearly 
~ency Salary Salary 
A ¥2,500 ¥5,000 
B . 2,300 . 4,200 
c No answer _Q_,OOO t und.er) 
D 2JO.B0-2,§00 5,200 (about} 
E 2,-GS0-2,340 No answer 
F - 3.100 4,000•5,500 
G 2,080-2,340 No answer 
The fact that these figures showing the approximate 
minimum and maximum salaries will vary as any economic 
commodity constantly varies should be kept in mind.. ~hat 
the rigures are only approximate is true also because the 
amount offered would depend upon the individual job and the 
circumstances, such as the need for special talents, surround-
ing that position. 
~uestion: What is the age limit for filling executive 
posi tiona·? 
TABL!!; XXIII 
AGE LIMITS 
Coumrents 
Problem on an ob 
The age limit ror filling executive positions varied 
from 28 to 50. One agency had no age limit for truly execu-
tive positions, but another agency reported that the age limit 
was a problem in any job. In answer to - the companion question, 
•What is the reason given r ·or setting an age limit, u one agency 
official stated that many companies feel that an older woman 
may not be working long enough to make her training worth-
while, and another official found that big businesses want 
young women but that small businesses are glad to get the 
older, more settled type of woman. The two main reasons given 
for setting an age limit were the matters of health and of the 
pension systems in effect in the companies involved. 
The next two questions show an interesting contrast, as 
ean be seen by the following table: 
Questions: Do employers complain about any out-
standing educational detects among 
· those ·holding the lower or beginning 
positions? 
Do employers complain about any out-
standing educational defects among 
those holding the higher .positions? 
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TABLE XXIV 
EDUCATIONAL DEFECTS 
Empl oy . Lower Posi t ions Hip her Positions 
Agency Yes No Comments Yes No Comments 
A X Skills poor X 
B X I ncreasi ng demand X Asking for college 
f or business ~raduates with 
school graduate language and ~nglish 
ma.1or 
c X Lack of good X 
training . Have 
not been taught 
relati onship of 
what have to off'er 
and what can get 
D X Poor school train- X 
ing; lack of 
abili t y to spe l l 
and to use good 
English 
E X Poor spelling , X 
caused by way 
reading taught. 
Lack of knowledge 
of ari thmetic 
F X Lack of good X 
skills . Even art 
students should 
learn shorthand 
and typin~ 
G X Poor technical X Was period during 
skills . Poor war when entire 
spelling and 
"\ 
country had college 
grammar ,' graduate phobia. 
Did not use common 
:! sense 
TOTALS 7 01 1 -.. 6 
All seven of the agency officials were very de f inite in 
their statements that empl oyers complain about educational 
de f ects prevalent among t he beginners in the busine s s wor ld. 
' Six of the se r e presentat i ves were equall y as emphatic in 
s tating t hat t he employe r does not compl ain about educational 
defect s among t hose hold i ng the h igher positions . 
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Questions: Do employers complain about. any 
outstanding personality defects 
among those holding the lower 
positions? ••• higher positions? 
TABLl!: XX't/ 
PEHSONALITY BEFECTS 
E.mploy. Lower Posi tiona 
.Agenc:v Yes No Comments 
A x Poor attitudes. 
}!l'orget salary 
given for work 
done. Not inter-
ested in welfare 
of firm 
B x General appear-
ance slack 
G x Lack ot apprecia-
tion of what 
business is. Long 
time get.ting man-
agement point of 
view 
D x Too variable 
E x Lack of home 
discipline and 
background 
G 
TO'l'ALS 
x Expect too much 
f 'or 'too li t.tle 
work 
X 
7 0 
Expect too much 
money. Do not or 
will understand 
state of market 
Higher Positions 
Yes No Comments 
x Inflexibilit.y. 
. Lack ot adapta-
bility. Disagree-
able personality 
results 
x !Older woman apt 
to be set in ways 
x Inflexibility. 
Unwillingness to 
adopt new ideas 
x Inflexibility 
x Lack or sense or 
responsibility. 
Lack or confidence 
Definite opposition 
to women supervisors 
x Think better than 
really are • ;I: ake 
too much respon-
sibility 
X Lack or adapta-
bility 
7 I o 
Again the agency representatives were unanimous in saying 
that. the employers complain about personalit.y derects among 
both the inexperiencea. and experienced businesswomen. A poor 
attitude toward business responsibilities was the main com-
plaint against the beginner, and a lack of flexibility on the 
part of the women holding the higher positions was the 
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outstanding defect of the experienced businesswomen. 
The questions concerning the continued existence o~ 
prejudices against women executives in business are grouped 
in the following table: 
TABLE XXVI 
EX! S'l'l NG P .tiJ:!;JUlH OE S 
guest ions 
Are the old prejudices against 
women as executives as strong 
as they used to be1 
D'o you feel that the fact that 
an employer would not pay a 
woman as high a salary as would 
be paid a man doing comparable 
work and having comparable 
qualific.ations is still true'? 
Does the employer give any 
reason ror not wishing to pay 
as high a salary? 
Opinions .l!ixpre s sed 
No 
No Ana. 
5 2 0 
5 1 1 
2 2 
According to the experience of the seven agency officials 
interviewed, the ~ajority, felt that the old prejudices against 
women executives in business still exist. This fact was par-
ticularly true in relation to the question of equality in pay. 
All seven t'elt that these prejudices are more firmly entrenched 
in the minds of the men than in the minds of the women; in 
other words, these prejudices are obstacles that the clever 
woman executive must overcome and are not figments of her own 
imagination. 
In response to the question as to the reasons for the 
employers' not wishing to pay as high a salary to a woman as to 
a man, the interviewees pointed out the one belief that the 
average businessman had larger and heavier financial respon-
sibilities than the averaget businesswoman. 
p·ive of the seven agency of'f'1eials- reported that 
employers state a prer·erence f'or single women, but two had no 
d:ef'inite answer to this question. 
The general comments- made in answer · to the last question, 
"What particular qualities and characteristics does an 
employer look for when hiring a woman :ror an executive posi-
tion, u are: listed here: 
1. Someone pleasant and able to get along with 
people and to exercise tact 
2. Emphasis is on good agreeable personality 
3. career-minded; good grooming; good: educ-ation 
4. Personality; experience; agreeable and adapt-able 
dispo·sttion 
5. Usual qualities of personality and training 
6. Adaptability; personality. Getting a job is 
95 per cent personality. Look f'or typ& first 
and skills afterward · 
UHAP'l'.l!.;.H. VI I 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
The problem decided upon was a study or· some of" the 
underlying factors concerning executive opportunities tor 
women in business. This broad purpose was subdivided into 
these spec1f'1c aims: 
1. To investigate executive opportunities 
r ·or women in business to find out whether these 
openings already exist or whe~her women must 
create their own opportunities 
2. to review the businessmen•s viewpoint 
about working with women executives to ascertain 
whether 
a. Men resent women's rise in 
the business world 
b. Women should receive equal 
pay and promotional chances 
c. nomen develop undesirable 
character traits upon being 
given power and responsibility 
3. To determine the businesswomen• s view-
point as to whether 
a. Women are receiving equal pay 
and promotional opportunities 
b. Successful women executives 
deliberately planned ~he s~eps 
in ~heir careers 
c. Definite factors contribute to 
the ~act that compara~ively few 
women are top exeeu~ives ~oday 
4. To c.ompare the basic education and work 
experience of ~he women executives interviewed. 
~he method of procedure used in this study was ~hat. of 
~he personal ln~erview. Names of' execu~ive men and women were 
collec~ed from various sources, and le~t.ers asking for the 
privilege of an interview were written· to the people selec~ed. 
Successful in~erviews were carried out with 18 women, 11 
men, and ~he officials of seven employrnen~ agencies; 36 people 
in all were con~acted. 
An important part of the delimitation of the problem was 
the realization ~hat the basic subject matter was very broad 
and that the nu.lllber of people interviewed was of· necessity 
comparatively small. No attemp~ at geagraphieal comparison 
was made, nor was any one field of business exhaus~ively 
studied. Sweeping generalizations or pure st.at.iatics could 
not. result; nevert.heleas, certain trends of thought evolved 
rrom the conversations held with the interviewees. 
After the in~erviews had been completed, the material 
was sorted and organized int.o three chapters which con'tained 
an analysis and report of the interviews with the· women, the 
men, and the representatives or the employment agencies, 
rea pee t i ve ly. 
~ummary and Conclusions 
After the material collected on the interviews had been 
separated and analyzed, the findings seem to indicate that 
business has a place for the woman executive; in f'act, all 
11 of' the men executives interviewed agreed upon that point. 
In a few cases the women had created their own positions, but 
in the majority of cases the openings were there and were 
filled by the women because they possessed the qualifications 
needed. The employment ·agencies reported a decline in calls 
for women executives, a decline which was due to economic 
readjustment following the war and to a general slump in 
business. 
The better opportunities seemed to have come through the 
companies in which the women were working, where through their 
own eft'orts they could create and build up their positions 
or could seize the opportunitiesas they arose. 
In practically all the fields of business touched upon, 
some executive opportunity exists for the woman or the right 
caliber. Particularly fertile- fields are merchandising, 
insurance, advertising, banking, and employment agencies. 
Although some of the men interviewed were re-luctant to admit 
it, surprisingly enough the field of manufacturing should not 
be overlooked, a fact which was ver1f'1ed by the business his-
tories of several women who are exceedingly auceessf"ul in 
that :field. 'fheir success seemed to be the result of being 
mentally prepared, alert, and on the spot when openings 
occurred. 
Some men still resent women's rise in the business world, 
although a softening of some of the old prejudices seems t6 
be taking place as men become more used to working with the 
better women executives. 
As to the question of equal pay and equal promotional 
chances, when the men were asked the question point-blank as 
to whether a woman whould be paid as high a salary as a man 
doing comparable work and having comparable qualifications, 
ten of the 11 said that women should be equally paid. How-
ever, the conversation in relation to this question brought 
out the qualification that the opinion was a personal one and 
not a policy of the company. The employment agencies reported 
that men seeking either a woman or a man for a specific execu-
tive job frankly make a diff"erence in the amount of salary 
which would be offered. The majority of women interviewed 
felt that they were not receiving equality in the matter of 
salaries, although the majority did not feel that their 
progress had been retarded because of the fact that they were 
women. The findings seem to indicate, therefore, that as a 
whole the businessman still has an advantage over the 
businesswoman as far as equality of salary and equality of 
promotional opportunities are concerned, in spite of the 
progress that women have made. 
Very f ·ew of the women interviewed had deliberately 
planned the steps in their careers, although some planning 
did develop with maturity and the continued necessity of 
earning a living. The conclusion may be reached that with 
the 18 cases handled, reaching the top was not s o much a 
matter of deliberate planning as it was of seizing each 
opportunity as it presented itself. 
Opinion varied a s to whether women develop undesirable 
character traits upon being given power and responsibility. 
The opinions given were naturally based on the personal 
experiences that the men and women had had with women 
executives. The belief is still alive that the acquisition 
of power in business is likely to inflate the self-importance 
of some women acquiring t hat power; however, this character 
change is not an assured development with every promotion. 
The strongest criticism of women in business came from the 
women themselves, although many women executives are far 
removed from any need of criti c ism. 
As a result of all the interviews held, the conclusion 
may be reached that the following factors contribute to the 
fact that a comparatively small number of women are top 
executives today: 
1. The older a woman grows in her job, the less 
flexible and open to new ideas she becomes 
2. The majority of young women entering the 
business world are not career- minded but 
are marriage-minded 
3. When economic necessity or a change in plans 
force women to remain in the business world, 
the majority of the women are content to 
remain in the minor positions, lacking the 
stamina and determination necessary to 
take responsibility and the attendant blame 
for any errfrrs made 
4. In spite of improved medical science, the 
health problem is a detriment to the older 
woman's continuing into the top positions 
5. In some cases women are shortsighted toward 
their futures in the business world by 
refusing to work under women and by develop-
ing in self-defense certain characteristics 
of personality which annoy the men and the 
women with whom they are working 
The preceding comments are a composite of the remarks made by 
all of the interviewees. 
A comparison of basic education and work experience was 
very difficult and practically impossible in a study of this 
scope because of the variety encountered in naming positions. 
In general, the more education a woman has, the easier is her 
progress in the business world. The businessman as a whole 
is not satisfied with t he technical skills possessed by the 
young graduates nor with their mental attitudes toward their 
jobs, but evidently experience, maturity, and further study 
overcome these handicaps. A few of the women interviewed 
started working in. an executive capacity, but the majority 
came up through the ranks. 
In conclusion, a study of the case histories of success-
ful businesswomen and a survey of the gradual acceptance of 
women into the higher positions tend to point to the fact that 
women can go as high in the business world as men, dependent 
upon their ability to create a need for their services and to 
grasp the opportunities as they appear. 
Recommend ations 
From the business educator ' s point of view, the recommen-
dation is made that further detailed studie s on the subject of 
women e xecutives should be made. Any one of t he various 
fields of business could be investigated in detail for exist-
ing and for future opportunities. Comparison of opportunities 
offered in different cities might be made. If the problem 
has not already been covered, an i nvestigation and comparison 
of company promotional plans would be valuable. Interesting 
case h istories of successful women e xecutive s could be 
re ported in detail. In the consideration of the problem of 
equal pay and equal pr omotional opport unities, a census of 
those women in any one community who are carrying financial 
respons ibility e qual t o t hat of men mi ght prove enlighten ing . 
Any one of these detailed studies should be of value to 
pers onnel and placement departments of business schools and 
colleges and to vocati on al guidance boards of secondary 
schools. 
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APPENDIX A 
Copy of the Letter .Sent to 
Mrs. Charles B. Knox 
Mrs . Charles B. Knox 
J ohnstown , New York 
Dear Mrs. Knox: 
393 South Main Street 
Cohasset, Massachusetts 
December 28, 1948 
The article about you in the January first issue of 
COLLIER'S was so very interesting and apropos to an investiga-
tion which I am conducting in conjunction with Professor 
Le ster I. Sluder of Boston University, Boston, Massachusetts, 
that I am taking the liberty of· asking your opinion about 
several questions . 
First, let me introduce myself as a teacher in the 
Katharine Gibbs Secretarial School in Boston. Since it seems 
to be an economic '1mustri that many women engage in business 
today, it is of vital interest to educators in our fleld to 
survey the extent to which women may rise to executive posi-
tions in business. By the term uexecutive 11 we mean any person 
charged with administrative or managerial duties. 
Vfe should very much appreciate your answers to some 
of the questions we are using in our survey: 
1. Do you feel that there is a place in business 
for women executives? 
2. In your organization are there executive posi-
tions of the type which could be handled by women? 
3. Would you hesitate to promote a woman, even 
though she has qualities superior to those of a man 
being considered for the same position? 
4. Do you feel that women have the emotional 
stability to handle executive positions? 
5. Do you think that women let petty jealousies 
affect the handling of their subordinates to a greater 
extent than men? 
6. Do you think that women executives are able 
to handle confidential material as well as men execu-
tives? 
7. Do you feel that women in business have the 
proper educational and professional training? 
Mrs. Charles B. Knox -2- December 28, 1948 
8. Would you pay a woman as high a salary as 
you would pay a man doing comparable work? 
9. mo you feel that there is as much prejudice 
among men against women assuming positions of authority 
as there used to be? 
10. If you were hiring a woman to fill an execu-
tive position, what characteristics would you look for? 
11. What is your opinion about the growing tendency 
of women to combine marriage and a business career? 
I realize that your day must be overcrowded, but I 
had the courage to write to you, for I f'el t that a person or· 
your experience must indeed be interested in the economic 
progress of· women today and that you would have many wise 
suggestions to offer those women who wish to make the most of 
their business careers. 
I shall certainly appreciate any attention you may 
give this letter. 
Very truly yours, 
.?5 
APPENDIX B 
Copy of the Letter Received from 
Mrs. Charles B. Knox 
January 4, 1949 
Miss Bar bara Leach, 
393 South Main Street, 
0ohasset, Massachusetts. 
Dear Miss Leach: 
It is a pleasure to give my answers to the questions in 
your letter of December twenty-eighth. 
1. Ye s , I feel that by far the majority of women are born 
executives, for it takes an executive to properly con-
duct a home, plan meals, and maintain a balanced 
budget, and these acquired qualifications combined 
with business training and experience, should make a 
place for women executive s in business. 
2. Yes - We have always had exe cutive positions that 
could be and are filled by women. 
3. No - I feel ability should be recognized regardless 
of sex. 
4.) Yes and No- Have had experience both ways in dis-
5.) covering lack or emotional stability combined with 
petty jealousies but in that case changes were made, 
and can state this situation has been very infrequent. 
6. Yes - my own experience ha s been that women handle 
confidential matters better than men. 
7. This question applies equally to men and women and 
I believe in our competitive world both should take 
advantage of every educational advantage for much 
ground work is needed bet· ore trying to apply theory 
to practice and then e xperience takes over. 
8. Yes - again ability should be recognized. 
9. Perhaps there is less prejudice among men against 
women assuming positions of ~uthority than there 
used to be, but believe there will always be resent-
ment, which can be softened on the part of women 
executive s through absolute fairness. 
10. An open mind, either a firs t class educational back-
ground or a background learned by experience, serious 
ambition with the ability to put job ahead of self, 
Miss Barbara Leach • 2 
and to get along well with people always retaining 
their respect. -The old-fashioned virtues included. 
11. Unless it is an economic necessity, I would like to 
see women fulfill their function by raising a family 
and building a home life to combat the delinquency 
that seems to be growing, rather than enter business. 
Marriage and a business career can be combined, for 
that has been proven but someone once wrote "God couldn't be 
everywhere so he made Mothers". 
With every good wish, I am 
Cordially yours, 
{Mrs. Charles B. Knox) 
APPENDIX C 
Questions Used During the Interviews 
with the Businesswomen 
1. Name ___________________ Company Name ____________________ __ 
2. Position~-----------------------------------------------
3. Please give a brief description of your duties: ________ __ 
4. Do you object to the listing of your name in the 
report of this study? •••••••••••••••••••••.•••. Yes __ No ___ 
5. Do you object to the listing of the name of your 
company in the report of thi s study? ••••••••••• Yes __ No ___ 
No names will be used in connection with the answers to the 
following three questions. 
6. Please check the age group i n which you belong: 
d. 40-45 __ _ 
e. 45-50 f ·. 50-55 __ _ 
g. Over 55_ 
a. Under 30_ 
b. 30-35 __ _ 
c. 35-40 
-----
7. (Optional) Please check your salary group : 
a. Under fl,500 
b. fl,500-2,000=== 
c. 2,000-2,500 
d. 2,500-3,000---
e. 3,000-3,500::: 
f. $3 ,500•4 ,000 
g . 4 , 000-4,500-
h. 4 ,500-5 ,000---
i. 5,000-5,500-
j. 5,500-6,000-
k. Over $6,000---(Amount 
- Optional) 
8. Are you married , single ___ , widowed ___ , divorced ___ ? 
9. Please list the schools which you attended , beginning 
with your high school training: 
Year Graduated 
Name Degree or 
Number of Years Attended 
10. Do you feel that your educational and professional train-
. J) 
ing was adequate? ••••••••••••••••••••••••.•••••• Ye s __ No 
Comment: 
----------------------------------------------
11. Which courses that you have studied do you believe con-
tributed the most toward your advancement in the business 
world? ___________________________________________________ _ 
12. were you interested in club activities in school?Yes No 
13. Please check offices held in these clubs: 
a. President b. Vice Pres~i~d-e-n~t---------------------
c. Recording Secretary~---------d. Corresponding Secretary ______ _ 
e • Treasurer _______ ___,,...,..., ____________ _ 
f. Chairman of a committee __________ _ 
g. Member of a committee ________ _ 
14. Did you plan out the steps of your career which led to 
your present position? •••••••••••••••••.•••••••• Yes __ No __ 
15. If so, at what age did you start to make your 
pls,ns? Years old 
16. Have you followed the foregoing plan closely? ••• Yes __ No __ 
17,. Did you enter your present ~ of business by 
choice? .......................................•. Yes No 
- --
18. Please trace your progre ss by numbering in consecutive 
order all positions held before your present one: 
a. Clerk ____ ~~--------------------------b. Billing clerk. ____________ _ 
c. Sales clerk. __________________________ _ 
d. Assistant buyer ______________________ __ 
e • Buyer----=-----------------------------
f. Stenographer~------------------------g. Private secretary _______________ _ 
h. Bookkeeper ________________________ _ 
i. Accountant 
~~----~--~~--~---------j. Assistant to department head ____ __ 
k. Head ot· department. __________ _ 
1. Assistant supervisor ____________ __ 
m. Supervisor _________________________ _ 
n. Assistant to manager 
-----------------0 . Manager ______________________________ _ 
p. Others 
--------------------------------
19. Do you feel that your progress was aided by: 
a. The recommendation of friends 
-----b. Changing from one company to 
another __ ~~----~~--------------­
c. Seniority rights within a 
company ______________ ~--~~-------
d. Definite company promotional 
plan 
e. Your o._w_n __ e...,r""'·f=-o-r-t~s--o-n .... l_y ______________ _ 
20. Have you had any specific leadership experiences 
which you reel have been valuable in obtaining 
or holding your present position? 
Please comment: 
---------------------------------------
21. Are you a member of any pron~ssional or social 
organi za t i one? ••••••.•••••••••••••••••••••••••• Ye s_N o 
Please list the names and indicate whether they 
are professional or social. 
Name Professional Social 
22. Please check the offices held in the foregoing 
organizations: 
a. President b. Vice Pres.,.i-=d-e_n..,..t _______ _ 
c. Recording Secretary~----------
d. Corresponding Secretary _____ _ 
e. Treasurer f. Chairman -o"""f,__a __ c_o_mm __ i.,....t.,......,....t_e_e ______ _ 
g. Member of a committee 
-----
23. Do you feel that your advancement has been 
retarded because of the fact that you are 
awoman? ••••••••••••••••••.•••••••••••••••.•••• Yes No 
2 
24. Do you feel that a man holding your position 
would receive a higher salary than you do? ••• • •• Yes __ No __ 
25. Was your present position formerly held by 
a man? ••••••• ••••••••••• ••••• ••••••••••••• •••••• Ye s __ No 
26. Do you feel that you have advanced as ~ar as 
possible with your present company? ••••••••••••• Yes __ No __ 
27. Does your present position allow the use of 
initiative or creative ability? ••••••••••••••••• Ye s __ No __ 
28. Do you like: 
a. Detailed work or 
b. Do you prefer to have someone el se 
handle the details f or you? ____ __ 
29. Do you feel that 
a. Your own efforts created your 
present position? •.••••••••••.• ••• Yes No 
b. The opening was already available? ••• Yes No:: 
30. Do you believe that there are other execut ive 
opportunities f ·or women in your firm? ••••••••••• Yes_ No_ 
Comment=----------------------------------------------
31 . To what factors do you contribute the fact that 
there are comparatively few top women executives 
today? 
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APPENDIX D 
-
Questions Used During the Interviews 
with the Businessmen 
1. Name _______________________ Position ______________________ _ 
2. Name of company __________________________________________ __ 
3. Do you object to the listing of your name in 
the report of this study? •••••••••.•••••••••••• Yes __ No ___ 
4. Do you object to the listing of the name o~ 
your company in the report of this study? •••••• Yes __ No ___ 
5. Do you feel that there is a place in business 
~·or women executives? •••••••••••••••••••••••••• Yes No 
Comment: 
-----------------------------------
6. In your organization are there executive. 
positions of the type which could be handled 
by women? ••••••••••••.•••••••.••••••••••••••••• Yes No 
Please check the types: 
a. Manager b. Supervi-s~o-r-------------------
c. Administrator 
d. Director ----------------
e. Officer of the company 
-----f. Others ____________________ __ 
7. I s there a possibility that any of the 
foregoing positions would ever be offered 
to a. woman? • •••••••••••..••••••.••••••••••••••• Yes No 
8. Would you hesitate to promote a woman if her 
qualifications equaled those of a man being 
---
considered for the same position? .••••••••••••• Yes __ No 
Comment: 
----------------------------------
9. D'o you feel that women have the emotional 
stability to handle many types of executive. 
positions? ••••••••.•••••••••••••..•••.••••••••• Yes __ No __ _ 
10. According to your experience in dealing with 
women executives, have you found that the 
majority of them have the ability to give 
directions or orders to subordinates in a 
manner which develops cooperation and 
loyalty? . ....................................•.• Ye s_No_ 
11. Do the employees of the women executives you 
have known object to taking orders from 
women? •••••••••••••••••••••••••••••••••••••••••• Yes No 
Comment: 
--------------------------------------
12. Do you feel that women executives develop 
disagreeable characteristics or· personality, 
such as aggressiveness, hardness, intolerance, 
when they assume executive duties? •••••••••••••• Yes No 
Comment: ____________________________________ __ 
13. Do you find that women executives let petty jealousies af'fect the handling of their 
subordinates to a greater extent than do men? ••• Yes __ No __ 
14. Do you find that women executives are as 
cooperative as men toward company policies?~ •••• Yes_No __ 
15. In your opinion are women executives able to 
handle confidential material as well as men 
executives? ••• • ••••••••••••••••••••••••••••••••• Yes No 
16. Have you found that women executives have 
I 11. 
proper educational and professional training? ••• Yes __ No __ 
Comment: ____________________________________ __ 
rs it your belier· that the top executive 
positions held by women should be filled by: 
a. Those advancing within the company or 
b. Qualified applicants outside your 
your company ? 
Comment: 
--------------------------------------
18. Please number in consecutive order the positions 
which would provide basic training and experience 
for a woman working toward an executive position 
with your company: 
a. t:lerk 
b. Billing clerk 
c. Sales clerk 
d. Assistant buyer 
e. Buyer 
f. Stenographer 
g. Private secretary 
h. Bookkeeper 
i. Accountant 
j. Assistant to department head 
k. Head of department 
1. Assistant supervisor 
m. Supervisor 
n. Assistant to manager 
o. Manager 
p. Others 
19. If you were hiring a woman for an executive 
position, what characteristics would you 
look for? 
20. Do you believe that women executives should 
21. 
22. 
be paid as high a salary as would be paid a 
man doing comparable work and having comparable 
qualifications? •.••••• · •••••••••••••••••••••••••. Ye s_ No _ 
If you are working with a woman associate, 
do you prefer that she be 
a. Married or 
b. Single 
Special comments: 
APPENDIX E 
Questions Used During the Interviews 
with the 
Employment Agency Officials 
1. Do you have calls for women to fill executive 
positions? ...................................... Yes No_ 
2. F·rom what fields of busine ss do the calls come? 
a. Merchandising ____ h. Insurance 
b. Manufacturing ____ i. Investment 
c. Institutions j. Banking 
d. Advertising k. Accounting 
e. Utilities 1. Tr avel 
f. Entertainment m. E.xporting and 
Radio Importing 
Theatre n. Others 
Music 
g. Publishing 
3. What types of positions are they'? 
a. Executive secretary 
b. Assistant to department head 
c. Head of department 
d. Assistant manager 
e. Manager 
f. Assistant supervi sor 
g. Supervisor 
h. Buyer 
i. Purchasing agent 
j. Head account 
k. Officer of the company 
1. Others 
4. Are the calls for women executives 
a. Increasing _______________ __ 
b. Decreasing _______________________ __ 
5. Can you state the average minimum salary 
offered ___________________________ ___ 
6. Can you state the average maximum salary 
of fered 
-------------------------------
7. What is the age limit for filling executive positions? _____________________________ __ 
8. What is the reason given for setting an age limit ? __________________________________ __ 
9. Do employers compla i n about any outs t anding 
educational defects among t hose holding t he 
lower or beginning positions?~······ . . •. • ••••• Yes __ No 
10 . Do employers complain about any outstending 
educational defects among t hose hold i ng the 
higher positions? ••••••••••••.•••••••• v ••••••• Ye s __ No 
11. Do employers complain about any outstanding 
personality defects among those holding the 
lower positions ? •••• ••.••• ·• ••••••••••••••••••• Ye s __ No_ 
12 . Do employers complain about any outstanding 
personality defect s among those holding the 
higher pos i t ions? ••••••••••••••••••••.•••••••• Yes __ No __ 
13. Are the old prejudices against women a s 
executives in business a s s t r ong as they 
used to be ? ••••••••••• ~~~ •••••••••••••••••••••• • Yes No 
14 . Do these prejudices exist more strongly in 
the minds of 
a. The women ~----------------------------b. The men 
--------------------------------
15. Do you feel that the fact t hat an employer 
would not pay a woman as high a salary as 
would be paid a man doing comparable work 
and having comparable qualiflcations is 
s till true? ... .. . ............ ................. Yes No 
16. Does the employer give any reason for not 
wishi ng to pay as high a salary? ••••• ••• •••••• Yes __ No_ 
17. What are his reasons? 
--------------------------
18. Do employers state a preference r ·or 
a. Married women 
-------------------------b. Single women __________________________ _ 
.90 
19. What particular qualities and characteristics 
does an employer look for when hiring a woman 
for an executive position? 
20. Do you object to your name's being listed at 
the end of the report of t his study? •••••.••• Yea __ No __ 
' 
APPENDIX G 
Letter of Transmittal 
to the Businessmen 
92 
Dear Mr. • • • : 
Since many women engage in business today as 
an economic .. must," business educators are vitally 
interested in seeing how high women have gone, are 
going, and should go in the business world. I am 
working with Professor Lester I. Sluder of Boston 
Unive r sity on an investigation of certain factors 
pertaining to executive opportunities for women in 
business. By the term "executive•• we mean any per-
son charged with administrative or managerial duties. 
Because I should like to talk with men who are 
in a position to hire, to observe, or to be associ-
ated with women executives, I am following the sug-
gestion of ••• and am writing to ask you for an 
interview which should not take more than half an 
hour. 
Unfortunately, time is somewhat limited, as I 
am teaching at the Katharine Gibbs School and am 
free only on Saturdays and after three-thirty in 
the afternoon. An answer to this letter is not 
necessary, for I shall call your off'ice sometime 
during the week to ascertain whether an appointment 
with you is possible. 
I realize that your day must be overcrowded, 
but any time that you may spare me will certainly 
be appreciated. 
Very truly yours, 
APPENDIX F 
Letter of Transmittal 
to the Businesswomen 
Dear Miss • • • : 
Since many women engage in business today as 
an economic "must, •• business educators are vi tally 
interested in seeing how high women have gone, are 
going, and should go in the business world. I am 
working with Professor Lester I. Sluder o~ Boston 
University on an investigation of certain factors 
pertaining to executive opportunities for women in 
business. By the term "executivett we mean any per-
son charged with administrative or managerial duties. 
'l'o talk with women w:ho can be classified as 
executives would be moat helpful in conducting this 
study. Your name was suggested to me by ••• 
because she (or he) felt that a person of your ex-
perience would indeed be interested in the economic 
progress of women in business. Consequently, I am 
taking the liberty of asking for an interview with 
you which should take about half an hour. 
Unfortunately, time is somewhat limited, as I 
am teaching at the Katharine Gibbs School and am 
free only on Saturdays and after three-thirty in 
the afternoon. An answer to this letter is not 
necessary, for I shall call your office sometime 
during the week to a scertain whether an appointment 
with you is possible . 
I realize that your day must be overcrowded , 
but any time that you may spare me will certainly 
be appreciated. 
Very truly yours, 
